Abstract. The article discusses the necessity of creating competency based tasks for computer educational models. This requires clarification of competency concept as well as the methods of its measurement. Several approaches to understanding competency and its definition have been analyzed. It is obvious that the majority of those do not describe development of measurement instruments for competency levels. Some of the discussed approaches make it possible to split the competency into separate components and consider the activities leading to upgraded competencies. The author provides definitions of competency and competency level. Competency is a mental construct which is a certain unity of a person's skills required within definite context of activity for a definite set of possible tasks. Competency always describes "unity of two" -1) set of tasks in the context; 2) the performer. Competency level is an index, characterizing the probability of successful performing of the task (on the given level) out of a definite set (variety) of tasks in the defined context by the definite performer. The experimental and indirect methods of competency measurement have been described. It is possible to view the construction of the competency from two different points: which parts (ingredients) and which components it includes. Parts (ingredients) are knowledge, skills, behaviours, attitudes, etc. Components are minor competencies aimed to solve minor auxiliary tasks. Thus, in order to solve a competency task it is necessary to solve a few easier tasks which would complete some zones of competency. The proposed approach describes the theory of competency level and structure measurement being a basis for competencies forming management. The mentioned approach requires more detailed development which is viewed as the matter of further research and publications.
INTRODUCTION
Problem statement. Competency-based education which is the key idea of the New Ukrainian School state policy and an important problem discussed in our Research work "The system of computer modeling of educational tasks for formation of Natural and Mathematical Sciences students' competencies" calls for clarification of the competency concept and analysis of its practical implementation.
Scientific literature analysis shows that the term "competency" is widely used within different contexts. It may be acceptable at the stage of analysis and discussion but is intolerable when it goes about competency measurement and management of competencies formation.
A definition of Competency-Based Education is provided in [1] .
Competency-based education, also known as mastery-based, proficiency-based, or performance-based, is a school-or district-wide structure that replaces the traditional structure to create a system that is designed for students to be successful and leads to continuous improvement. In 2017, the National Summit for K-12 Competency-Based Education brought together 100 innovators in competency education to provide insight on emerging issues in the field of competency education [13] . At that meeting, participants fine-tuned a working definition of high quality competency education, which includes five elements:
1. Students advance upon demonstrated mastery. 2. Competencies include explicit, measurable, transferable learning objectives that empower students. 3. Assessment is meaningful and a positive learning experience for students. 4 . Students receive timely, differentiated support based on their individual learning needs. 5. Learning outcomes emphasize competencies that include application and creation of knowledge, along with the development of important skills and dispositions. Proper competency tasks development is impossible without clear competency definition and its measurement.
The article is aimed to analyze the existing concepts of competency and its practical implementation, work out the basis for the development of operational single/unified understanding of competency which would make it possible to measure it and manage the process of its formation.
RESEARCH RESULTS
As a single basis of analysis of competence concept implementation the following information is suggested for consideration: in which processes and how the term competency is used. For more precise analysis it is necessary to formulate the hypothesis which will be further verified in the process of literature analysis.
Hypothesis of understanding the competency phenomenon
According to the existing definitions competency is understood as a complex quality characteristic of a person, similar to the measurable indexes like height, weight, etc. In our research another approach to the definition of the competency is proposed.
Competency is a mental construct which is a certain unity of a person's skills required within definite context of activity for a definite set of possible tasks. Competency always describes "unity of two" -1) set of tasks in the context; 2) the performer.
Competency level is an index, characterizing the probability of successful performing of the task (on the given level) out of a definite set (variety) of tasks in the defined context by the definite performer.
Thus, competency is not a person's quality but a mental construct. Previously, knowledge and skills were used to denote this construct, whereas now it is the matter of the competencies.
In this meaning we can speak about the competency only within the definite variety of tasks in the corresponding context. Further, unless stated otherwise, the tasks will be always taken within corresponding context. Let us assume that some variety of tasks {T} is defined. For each task there are levels (classes) of performance quality as well as correspondent criteria of correlation of task performing quality to the class. The number of classes of task quality performance will be the same for all the tasks in order to simplify the process. Thus, the competency level of a person on the set class of tasks can be defined as a probability of any task being performed out of the set variety on the quality level no lower than the set standard. This probability can be defined both experimentally (to set the task and see the result of its performance) or indirectly (on the basis of some information about the performer and the tasks). Let's discuss both options more precisely.
Defining task performance probability indirectly.
All the variety of tasks is divided into the blocks of relatively equivalent tasks. A few tasks are given out of each block of equivalent tasks. The part of successfully performed tasks on the set level is calculated. Thus, it is possible to define the probability of a task being performed on the necessary level for the definite performer. Such approach has some difficulties as it requires time and is hard to perform. If there are many tasks the process of their solving provides unconscious education of the performer. Indirect defining of the probability can be performed in two ways:
To analyze all the knowledge, skills, behaviors, attitudes, etc. on the expert level, which are required to perform all the tasks out of variety {T} on the set level. After that, within the frames of correspondent mathematical or other model, it is necessary to combine the information about the person and the tasks with the probability of their successful performance.
2) Second. Empirical. Different people are given the tasks out of variety {T}; successfully performed tasks are noted. At the same time, it is necessary to collect the information about these people which can influence the result of task performance. Statistical analysis of results will enable to build the model of tasks successful performance prognosis on the basis of some information about the performer and the tasks.
It might seem to be quite difficult. But the level of difficulty can be regulated. The level of difficulty is defined by the balance between the precise description of variety of tasks and the desired accuracy of the result (quality) prognosis of their performing.
Fig. 1. Diagram of various factors influencing the successful task performance
Each task can be represented as a diagram (pic.1), showing the factors and the degree of their influence on the successful performance of a task. Knowledge, skills, values, attitudes -all the competency ingredients may be considered as these factors, specified for a certain level. Any task out of the variety {T} can be represented in terms of competency ingredients needed for its performance. For each level of task performance the criteria can be set in terms of competency ingredients availability. Thus, if all the tasks out of the variety are stated and the formed competencies' ingredients are defined, it is possible to calculate the level of a person's competency on the set variety of tasks. Alongside, the missing ingredients can be defined. This is our understanding of competencies.
Before we analyze the existing definition and the practical implementation of the competency concept, it is necessary to make some queries in order to perform the analysis. These queries are:
1. Does the concept provide the quantitative measure of the competency level? 2. What is the processing time to create the instrument to measure the competencies of a definite person on the given set of tasks? 3. What is the processing time to measure the competencies of the definite performer with the definite instrument? 4. What is the correlation between the accuracy of competency level measurement, the processing time spent to prepare the measuring instrument and the procedure of measurement itself?
The analysis results are provided in table 1. A model for the Competency Mapping and Measurement is introduced. This approach allows obtaining information about the level of appropriateness of the skills associated with the different processes. These data make it possible, inter alia, to analyse the morphology of the business processes, to assess the staff, to better use and distribute the resources over the processes, to promote the mobility of the people across the firm and to optimize training activity and HR management.
Each competency must be associable and linkable to specific processes performed by a company and to individuals who are the owners of these competencies. Competency management has an important impact on improving the overall quality of the final product.
In the HR-XML Consortium Competencies Schema, a competency is defined as: A specific, identifiable, definable, and measurable knowledge, skill, ability and/or other deployment related characteristic (e.g. attitude, behavior, physical ability) which a human resource may possess and which is necessary for, or material to, the performance of an activity within a specific business context.
Formula.
• Competency ○ [of which qualities of a person] knowledge, skill, ability and/or other deployment related characteristic (e.g. attitude, behavior, physical ability)
[which are characteristics of these qualities] specific, identifiable, definable, and measurable ■ [what for] which a human resource may possess and which is necessary for, or material to, the performance of an activity within a specific business context. A simplified taxonomy derived from the huge literature available on this topic groups competencies into three categories: a) Knowledge. It concerns everything that can be learned from educational/formative systems and training courses and everything which involves cognitive processes (i.e. perception, learning, communication, association and reasoning). It represents the theoretical understanding of something such as a new or updated method or procedure, etc… b) Know-how. It is related to personal experiences and working conditions. It is learned by doing, by practice, by experience. It is the practical knowledge consisting in "how to get something done". c) Behavior. It is referred to individual characters, talents, human traits, or qualities that drive someone to act or react in a certain way under certain circumstances.
The following proficiency scale has been adopted to assess the Requested Competencies. These levels can be also used to identify the tasks performance level. Conclusion for Concept 1. The suggested model describes the way how to measure the mismatch of the set of person's competencies with the roles in definite production processes. However, it does not demonstrate how to measure those competencies.
Concept 2. European qualifications framework [3].
The European Union addressed the question of defining 'competence' in the context of developing the European qualifications framework (European Parliament, 2008). In anticipation of an accepted definition, the project adopted a definition used in the earlier development stages of the European qualifications framework, which reflects a multifaceted understanding of both knowledge and competence. Propositional knowledge (knowing that), practical knowledge (knowing how) and procedural knowledge (knowing how to be) are all encompassed, and underpin development of a concept of competence that places priority on ethical and reflective practice. The question is raised of whether all competences are 'learnable', or whether staff selection systems should seek to identify innate characteristics essential for achieving competences. This is a question on which there is currently no consensus.
Earlier competence frameworks have brought different approaches to the distinction between core or compulsory, and specialised or optional, elements of competence. Development work undertaken within this project has identified foundation or transversal competences, which should be exhibited in all professional activities; client-interaction competences, prominent to the client as delivered directly in communication with them; and supporting competences, which ensure that the facilities, networks and resources needed for service delivery are in place.
The concept of competence applies not only to career guidance practitioners but also to the career self-management competences needed by citizens across the lifespan. Where such competences have been defined, they provide a useful benchmark for the design of career guidance services and of the staff competences needed to support clients' development of their own competences.
This study has adopted the following four-part definition of competence: (a) cognitive competence, involving the use of theory and concepts, as well as informal tacit knowledge gained experientially; (b) functional competence (skills or know-how), involving those things that a person should be able to do when they are functioning in a given area of work, learning or social activity; (c) personal competence, involving knowing how to conduct oneself in a specific situation; (d) ethical competence, involving the possession of certain personal and professional values. The competencies model for career guidance is described. There is no separate construction of the competency and no methods to measure the level of definite competence. On the example of this concept we can introduce two competency aspects. Those are ingredients and components of the competencies. More detailed description will be provided further.
Concept 3. Glossary of Terms for TVET, Assessment and Verification [4].
Competency is understood as the individual's ability to use, apply and demonstrate a group of related awareness, knowledge, skills and attitudes in order to perform tasks and duties successfully and can be measured against well-accepted standards (levels) required in employment as well as assessed against provided evidences at work location. The competency affects both individual's job responsibility and performance on the job and usually falls into two categories, namely technical and behavioral.
Formula.
• Competency Element is the fundamental component or part or basic building block of a unit of competency (competence standard) that describes the key activities or elements of the work covered by a particular occupation / trade / job. Assessments are carried out at the element level according to the corresponding criteria for each. Here, the competency element is discussed as a part of work, but not as the way of competency detalization.
Standard of Competence is a performance specification describing what is expected of a person performing a particular work activity. It is expressed in elements of work together with performance criteria.
Conclusion for concept 3. It is stated that the elements of the competency must be measurable but the ways and the scales for measurement are not provided.
Concept 4.
Tuning, 2000 [5] .
Competencies represent a dynamic combination of cognitive and metacognitive skills, knowledge and understanding, interpersonal, intellectual and practical skills, and ethical values.
• Competency ○ [What] a dynamic combination of cognitive and metacognitive skills, knowledge and understanding, interpersonal, intellectual and practical skills, and ethical values Fostering these competencies is the object of all educational programmes. Competencies are developed in all course units and assessed at different stages of a programme. Some competencies are subject-area related (specific to a field of study), others are generic (common to any degree course). It is normally the case that competency development proceeds in an integrated and cyclical manner throughout a programme.
Conclusion for Concept 4. The process of competencies formation is described but there is no description of their measuring.
Concept 6. DeSeCo [6] .
DeSeCo defines a competency as the ability to successfully meet complex demands in a particular context. Competent performance or effective action implies the mobilization of knowledge, cognitive and practical skills, as well as social and behavior components such as attitudes, emotions, and values and motivations. EU defines competency as a combination of knowledge, skills and attitudes appropriate to the context. Let's list important ideas concerning understanding of the competency phenomenon. What is a competency? A competency is the ability to meet a complex demand successfully or carry out a complex activity or task.
Components of competency. It is the demand, task, or activity which defines the internal structure of a competency, including the interrelated attitudes, values, knowledge and skills that together make effective action possible. Competencies cannot be reduced to their cognitive components.
Observing competencies. Competencies are manifested (or observable) in actions the individual takes in particular contexts and situations.
Formula.
• Competency ○ [What ]the ability to successfully ■ [What to do] meet complex demands in a particular context Conclusion for concept 6. The concept of competency components is introduced. The mechanisms of competency level measurement are not shown. The inner structure of the competency is often discussed, which corresponds to the "ingredients" described in our article.
Concept 7.
John Raven [7] .
John Raven defines competency as a specific ability needed to perform a definite action effectively within a certain subject field, including expert knowledge, special subject skills, types of thinking as well as understanding the responsibility for the actions.
Formula.
• Competency ○ [What ] a specific ability ■ [What to do] to perform a definite action effectively within a certain subject field, including expert knowledge, special subject skills, types of thinking as well as understanding the responsibility for the actions. Majority of the researchers define the competency as not just the possibility to have knowledge, but be potentially ready to solve the tasks within the activity field.
Conclusion for concept 7. No information concerning measuring.
Concept 8.
Сompetency as an integrated characteristic of a person [8, 9] .
In [9] it is stated that "the difficulty to create a competency based measuring instrument is defined by the fact that "competency/competence" can be described as an integrated characteristic of a person. According to many authors, knowledge and skills gained by the student in the process of studying are in this case just definite structural elements of the discussed attribute alongside with personal characteristics of the subject of education.
As the experience of technological development shows, the more complicated is the parameter being studied, the more complicated should be the measuring instrument. Accordingly, the competency based measurement instrument must be based on a certain set (complex) of instruments (indicators?) including psychodiagnostic and pedagogical (to measure the level of educational achievements) ones.
In [10] it is stated, "Modern epistemology and the cognitive science describe two main types of knowledge -declarative ("know that") and procedural ("know how"). Thus, the experience which the student obtains while performing educational research is a set of competencies which in this very case represent procedural knowledge. While the declarative knowledge is a set of statements concerning the objects within the subject field (factual knowledge), procedural knowledge is the list of operations, actions which must be performed in definite problem situation in order to reach the target.
Procedural knowledge can be estimated only on the basis of the activity results (whether the end product satisfies the aims, or whether the chosen algorithm was successful). Thus, the use of traditional testing technologies, namely the ones involving choice of a variant, cannot adequately assess formation of a person's behavior in a problem situation, and his/her research competency level in particular. In this case, the competency is understood as the right decision taking in the process of choosing the system of actions in order to reach the set targets (productive behaviour in the segment of subject field being studied).
Conclusion for Concept 8.
The complexity in competency measurement is caused by the fact that it is an integral feature. The executive competency part must be measured within the activity.
Concept 9. The Law of Ukraine "On Education" [10] .
Competency is a dynamic combination of knowledge, skills, types of thinking, ideas, values, other personal qualities which defines a person's ability for successful socialization, performing professional or further educational activity;
Formula.
• 9 . The way to measure the competency is not mentioned.
Concept 10.
The competencies schema [11] .
The competencies schema is intended to capture information about measurable characteristics. Some competencies may be measurable, but nevertheless difficult to quantify. In some cases, the measure may be simply whether the characteristic exists or does not exist. Some competencies can be objectively measured, whereas others may only be subjectively recognized. Example: In the context of HR-XML's competency schema, education would be considered a competency when it can be quantified or when it is used as a measure for a given business purpose. An educational degree may be evidence of a competency. Descriptive information about an e e.g., the location of the school or institution granting the degree − Competencies are related to performing an activity. Competencies can be thought of as a level of ability or characteristic useful or necessary f − Competencies are attributes of a human resource. However, the model developed by the Competency Workgroup is generalized enough so that it might be applied to other entities, such as organizations. − Competencies may include deplo "non-smoker," etc., but generally would not include purely demographic characteristics, such as sex, race, or religion. − Competencies can be recursive. A competency may include other competencies competency might be decomposed into several component competencies, each of which might be separately measurable. degree may be evidence of a competency. Descriptive information about an e e.g., the location of the school or institution granting the degree -is not a competency.
Competencies are related to performing an activity. Competencies can be thought of as a level of ability or characteristic useful or necessary for performing an activity.
Competencies are attributes of a human resource. However, the model developed by the Competency Workgroup is generalized enough so that it might be applied to other entities,
Competencies may include deployment-related characteristics such as "willing to relocate," smoker," etc., but generally would not include purely demographic characteristics, such as sex, race, or religion. Competencies can be recursive. A competency may include other competencies competency might be decomposed into several component competencies, each of which might be separately measurable.
Fig. 2. Scheme of competency description
The Competencies schema is intended to be a fragment that can be incorporated within a wide specific schemas. Among the range of processes the competencies schema may 46 degree may be evidence of a competency. Descriptive information about an educational degreeis not a competency. Competencies are related to performing an activity. Competencies can be thought of as a or performing an activity. Competencies are attributes of a human resource. However, the model developed by the Competency Workgroup is generalized enough so that it might be applied to other entities, related characteristics such as "willing to relocate," smoker," etc., but generally would not include purely demographic characteristics, Competencies can be recursive. A competency may include other competencies. One competency might be decomposed into several component competencies, each of which The Competencies schema is intended to be a fragment that can be incorporated within a wide specific schemas. Among the range of processes the competencies schema may
Other performance measurement instruments that measure competencies and specialized uses)
− Automated job descriptions − Core competencies for strategic planning − Psychometric (Personality) testing − Recruiting Conclusion for concept 10. Basics to measure the competencies are available.
Concept 11.
Moodle -competencies [12] Being the most widespread system of studying management in Ukraine and all over the world, Moodle uses the Module Référentiel de compétences as the most suitable competencies assessment instrument. It was created by Jean Fruitet, University of Nantes, France.
Each competencies repository has the following hierarchical structure: Domain 1 (Code, description) Skill 1.1 (Code, description) Item 1. Each competency (compétence) belongs to a definite field (Domain) and contains items. Fields, competencies and the items are identified with a short unique code (Code) and a longer description (Description) while the items have special characteristics -Weight, which reflects the importance (value) of this item in comparison with others, and the Number -minimum of studying activities, in which this item must be confirmed in order to be approved. Repository must at least contain one Domain, a Domain -one competency and the competency -at least one item. Teachers assess only the items. On the basis of this assessment, a conclusion concerning each competency confirmation is calculated automatically, as well as concerning the field and repository in general. The rules of conclusion making and summing up are described in the Protocol where there is an option to set any number of such criteria:
− compulsory items, competencies and domains must be confirmed, otherwise the competency, the domain or repository it belongs to will not be confirmed; − minimum number of confirmed items, competencies and domains may be set for each competency, domain or repository, which will not be considered as confirmed without the competency; − threshold value of competency, field or repository confirmation is a minimal sum of values of confirmed items which is necessary to confirm the competency, domain or repository. If the item Number is more than one, its value is added so many times as it is confirmed in different studying activities. In order to confirm each competency, domain or repository all the set criteria must be satisfied and completed. Conclusion for concept 11. The above mentioned concept represents the mechanism of competency level calculation on the basis of studying and other activities confirmation. The drawback of such approach is "randomness" within correlation of items and competencies, as well as absence of clear definition of competency.
All these conceptions do not give an answer to a question "Is it possible or how can we construct competency consequently?" In other words, is it possible to describe the competency structures so that it would be clear what the difference is if we compare two competent people having almost the same level of competency.
Further described approach of competency understanding allows us to perform its measurement, comparison, and the management of its forming process.
Competency is defined on the multiplicity of tasks. Assuming, a person is competent at X level with B probability within {T} multiplicity of tasks on the condition that he/she solves any task out of that variety {T} no worse than at X level, with B probability.
According to the provided definition, the competency level can be experimentally defined in a following way.
Let's take a random subset of tasks ∈ , = 1. . out of multiplicity of tasks on which the competency will be defined. After that the performer receives these tasks. The next step is marking the level on which he/she managed to complete the tasks. Next, count b as part of the tasks completed at the level ≥ Х. Then, if ≥ we can say that the performer is competent at the level Х with В probability within {T} multiplicity of tasks. Let's note it as = ( , , ) Competency of any (i) performer on multiplicity {T} is at level Х with the probability B.
Competency construction. It is possible to view the construction of the competency from two different points: which parts (ingredients) and which components it includes.
Parts (ingredients) are knowledge, skills, behaviours, attitudes, etc.
Components are minor competencies aimed to solve minor axillary tasks. Thus, in order to solve a competency task it is necessary to solve a few easier tasks which would complete some zones of competency.
Example. A car consists of certain details (ingredients), apart from which there are also construction joints of the engine, wheels, frame, electronics, security system, etc. (components). Unlike a car, one and the same ingredient of the competency can be present in different components simultaneously, in various ways and volume (amount).
For each testee, it is possible to draw a table. Down -ingredients and the levels of their formation are displayed. Across -the components and the levels of their formation are shown. The crossing points indicate the extent the definite ingredient is needed in correspondent component forming as displayed in Table 3 . More precise discussion will be provided in further publications. It is possible to build multidimensional space connecting competency ingredients with the probability and the level of task performing.
In this space for each task and given X and B it is possible to single out multiplicity of points (ingredients of competency) which guarantee the completing of the task at X level with B probability. Those are marked with red in the picture. For example, Knowledge {1} must be at the level 7, and Knowledge {2} on the level 9. If the component is marked with 0 sign, this one is not needed to complete the task. To be more precise it is necessary to speak about minimum required set of ingredients.
Fig. 3. Example of ingredients set and levels necessary to complete the task
Picture 3 shows the example of a definite set of ingredients. It lists both the ingredients names and the levels of their mastering. SetID means a unique set of ingredients.
Each definite set of task components can be marked with a unique number, e.g. Set {j}. Assuming, the task ∈ is chosen and the SetID of ingredients is given as well as the level of required task performance X=6. Then, the following graph can be drawn:
Pic.4. Results of task completing (level and probability) for the given set of ingredients SetID
The following axes are represented on the graph. The axis J of tasks displays the number of tasks out of the multiplicity. The axis Х is a level of performance and the axis B is a level of probability. How do we mark points on this graph? M of performers is chosen, satisfying the requirements of the certain SetID of the competency's ingredients components SetID. Everybody is given Task 1. The part of performers who completed the task at each level is marked. Accordingly, the probability of this task completing is set for each level, as the correlation of those who completed the task at this level. The green spaces in the picture section the area, in which the tasks are performed with the defined (B) probability on the level not lower than (X). (pic. 4 ) Let us assume that for some sets of ingredients Set {j} the corresponding tests are done and the similar graphs are drawn (collected data). This data can be shown in table 4: Table 4 .
Head of the table "Correlation of tasks completing level and sets of ingredients"
SetID of ingredients Probability Level Task number
If these data are available, then, the following can be done: 1. For a certain set of ingredients Set {j}, the level of performance and the probability of the correspondent tasks can be selected, e.g. for the person with ingredients set Set {j} -a set of tasks within his/her competency can be selected.
2. Choose the tasks on the edge of the competency (the tasks are to be a bit below competency level). This is a development zone for a person with the ingredient set Set {j}.
3. Comparing ingredients sets Set {j} for a definite task ∈ , a minimum ingredients set necessary to complete the task at the required level can be specified.
4. After step 3 it is possible to define a correspondent Set {j} of ingredients for any set of tasks (field of competency).
5. Ingredients rate can be created within the set of ingredients for a certain multiplicity of tasks, according to their crucial value. This allows planning of competency development on the basis of the set of tasks, and afterwards creating a detailed list of competency components.
CONCLUSIONS AND PROSPECTS FOR FURTHER RESEARCH
1. A specified competency model is presented for implementation, having been developed as a result of competency-based education at the New Ukrainian School, as well as Research work "The system of computer modeling of educational tasks for formation of Natural and Mathematical Sciences students' competencies".
2. Competency is a mental construct which is a certain unity of a person's skills required within a definite context of activity. Competency level is an index, characterizing the probability of successful performing of the task (on the given level) out of a definite set (variety) of tasks in the defined context by the definite performer. Competency always describes "unity of two" -1) set of tasks in the context; 2) the performer. Thus, competency is not a person's quality but a mental construct. Previously, knowledge and skills were used to denote this construct whereas now it is the matter of the competencies.
3. Competency is defined on the multiplicity of tasks. A person is competent at X level with B probability within {T} multiplicity of tasks on the condition that he/she solves any task out of that variety no worse than at X level, with B probability.
4. It is possible to build multidimensional space connecting competency ingredients with the probability and the level of task performing.
5. In this space for each task and given X and B it is possible to single out multiplicity of points (ingredients of competency) which guarantee the completing of the task at X level with B probability.
6. Crossing points of such multiplicities for all the tasks create the multiplicity of competency ingredients of the given tasks as well as X and B.
7. In competency tasks development it is necessary to consider the point of including all the attributes out of multiplicity of competencies. Thus, the way of competency tasks construction can be drawn. 8. Dynamic combination can be understood as a necessity to apply different competency ingredients to solve different tasks.
9. It is necessary to consider interconnection (synergy) of some competency's ingredients. As a rule, synergy can increase the X and B results. The phenomenon of competency's ingredients synergy requires further research.
10. Special attention must be paid to the necessity of not just learning but unlearning (concerning the skills, in particular). The process of unlearning may be necessary to increase the competency.
11. The existing competency based approaches to education management require improvement but still can be implemented.
12. The proposed model is a theoretical basis for competency measurement and the strategy of its forming. Yet, the model is not enough developed for its practical implementation. A certain follow-on revision and detailed specification are required, which are supposed to be a subject matter of further publications.
